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Abstract
Ueng, Huan-Hsiang. Ph.D. The University of Memphis. August 2013.
Internalized Homophobia, Psychological Distress and Job Satisfaction among Sexual
Minority Males in the Workplace. Major Professor: Suzanne H. Lease, Ph.D.
Although a growing number of organizations have enacted nondiscrimination
policies that include sexual orientation as a protected category and more than 180
municipalities have forbidden employment discrimination on the basis of sexual
orientation, many lesbian, gay, and bisexual (LGB) employees continue to lack legal
recourse to employment discrimination. Furthermore, anti-discrimination policies may
exist, but not be enforced in the workplace, creating a hostile working environment.
Thus, it is important to examine the overall organizational climate as well as the presence
or absence of specific nondiscrimination policies as they relate to LGB employees’ job
satisfaction and psychological distress. Internalized homophobia has been found to be a
unique predictor of psychological distress among LGB individuals. This study examined
if psychological distress mediates the relationship between workplace context (defined as
both the presence of LGB-affirmative policies and organizational climate) and job
satisfaction of gay employees. It was hypothesized that gay employees in organizations
with more extensive LGB-affirmative policies would have higher job satisfaction due to
lower psychological distress, and gay employees who work under a hostile workplace
climate would have higher psychological distress and therefore perceive lower job
satisfaction. Additionally, the mediated relations between organizational LGBaffirmative policies as well as organizational climate and job satisfaction would be
stronger in employees with higher levels of internalized homophobia. A moderated
mediational model with 107 participants indicated that psychological distress was a
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mediator of both the LGB-affirmative policies-job satisfaction link and the organizational
climate-job satisfaction link. However, the indirect effects of both workplace variables
(LGB-affirmative policies and organizational climate) on job satisfaction through
psychological distress were present only at low levels of internalized homophobia. The
results suggest that LGB individuals who are more comfortable or accepting of their
sexual identity experienced more distress in the face of workplace discrimination and
subsequently experienced less job satisfaction. Implications for the findings and
directions for future research are discussed.

Keywords: nondiscrimination policies, organizational climate, psychological distress, job
satisfaction, internalized homophobia, gay employees
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Chapter 1
Introduction
The Human Rights Campaign Foundation (HRC, 2011) recently noted that in the
United States, 21 states and the District of Columbia have passed laws prohibiting
employment discrimination on the basis of sexual orientation in public and private
employment. More than 180 cities and counties have forbidden employment
discrimination on the basis of sexual orientation (HRC, 2009). In addition, in the past two
decades, a growing number of organizations have enacted nondiscrimination policies that
include sexual orientation as a protected category (Button, 2001; Martinez, 1993; Waldo,
1999). In 2012, 86% of the Fortune 500 companies had nondiscrimination policies that
included sexual orientation, while in 2002 only 61% of Fortune 500 businesses had such
policies (HRC, 2011).
Although these anti-discrimination policies are becoming more prevalent,
employment discrimination based on sexual orientation remains legal in 29 states. There
is also no existing federal law prohibiting employment discrimination on the basis of
sexual orientation; therefore in most jurisdictions, employees who are members of a
sexual minority group lack legal recourse to employment discrimination (Button, 2001).
Previous research has found that 25% to 66% of lesbian, gay, and bisexual (LGB)
employees experience or anticipate discrimination at work (cf. Croteau, 1996). A review
of recent studies indicated that 16-18% of lesbian and gay employees reported
employment discrimination (Badgett, 2007). This discrimination included job loss; facing
rejection in hiring; denial of promotions or raises; verbal and nonverbal harassment; and
lack of respect, acceptance, and/or support from supervisors or colleagues (Chung, 2001;
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Croteau & Lark, 1996; Levine, 1979; Levine & Leonard, 1984; Sandfort, Bos, & Vet,
2006). The actual prevalence of employment discrimination may be underestimated
because most LGB employees do not disclose their sexual orientation at work (Ragins &
Cornwell, 2001).
Fear or anticipation of discrimination has been found to be the major factor that
causes LGB employees to hide their sexual orientation in the workplace (Chung, 2001;
Croteau & Lark, 1995; Levine, 1979; Levine & Leonard, 1984). Past findings have
indicated that employees who keep their lesbian and gay identities a secret in the
workplace report less commitment to their employers; have higher job anxiety; perceive
that top management is not supportive of their rights; and experience higher role
ambiguity, role conflict, and conflict between their lives at work and home (Day &
Schoenrade, 1997; Griffith & Hebl, 2002). Nevertheless, several studies have also
suggested that a higher degree of disclosing one’s LGB identity increases the experience
of discrimination in the workplace (e.g., Badgett, 2001; Croteau & von Destinon, 1994).
Experiencing discrimination in a hostile workplace climate has been found to decrease
job satisfaction and increase psychological distress and health related problems (Waldo,
1999).
Studies have revealed that LGB employees are more likely to have disclosed their
sexual orientation in the workplace if their organizations have nondiscrimination policies
and practices and if employees are covered by protective legislation (Ragins & Cornwell,
2001; Rostosky & Riggle, 2002; Waldo, 1999). However, organizational LGBaffirmative polices may not be perceived by LGB employees as serving their protective
purpose if organizations do not actively enforce them (Waldo, 1999). Because anti-
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discrimination policies may exist, but not be enforced, it is important to examine the
overall organizational climate as well as the presence or absence of specific
nondiscrimination policies as they relate to LGB employees’ job satisfaction and
psychological distress. The organizational climate can include perceptions of support
from and adherence to policies as well as informal interactions with supervisors and
colleagues. This current study examined both formal anti-discrimination (i.e.,
affirmative) policies and informal workplace climate as they relate to psychological
distress and subsequent job satisfaction.
In addition to discrimination from others, some LGB individuals experience
internalized homophobia. Internalized homophobia, a set of negative attitudes and
feelings towards one’s own homosexuality and homosexuality in general (Shidlo, 1994),
has been found to be a unique predictor of psychological distress among LGB persons.
Higher levels of internalized homophobia are related to more psychological distress,
including higher levels of depression, anxiety, stress, demoralization, guilt feelings, and
lowered self-esteem (Meyer & Dean, 1998; Rostosky, Riggle, Horne, & Miller, 2009;
Shidlo, 1994; Szymanski & Gupta, 2009). Internalized homophobia has also been found
to exacerbate psychological distress in the face of prejudicial events (Meyer & Dean,
1998).
Purpose of Study
Psychological distress is associated with many negative outcomes, but for the
purposes of this study, the outcome of interest is job satisfaction. More severe
psychological distress has been found to be negatively associated with job satisfaction in
the general population (Lee, Lee, Liao, & Chiang, 2009). Similarly, discrimination at
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work has been related to decreased job satisfaction (Button, 2001; Waldo, 1999). Past
research has not focused on examining whether psychological distress mediates the
relation between the workplace context (i.e., LGB-affirmative policies and organizational
climate) and job satisfaction with LGB employees, and whether higher levels of
internalized homophobia strengthen the relation between the workplace context and
psychological distress. However, it is possible that LGB individuals with higher levels of
internalized homophobia would view instances of job discrimination or intolerance as
“deserved” or “their fault” and experience more psychological distress.
Although anti-discrimination policies apply equally to all LGB workers, people
often hold quite different attitudes toward lesbians and gay men, with the latter group
generally being viewed more negatively (Herek, Cogan, Gillis, & Glunt, 1997; Kite &
Whitely, 1996). Past studies have revealed that gay men experience more threat; are more
often physically attacked; and report significantly higher internalized homophobia,
excessive alcohol use, and suicidality related to their sexual orientation than lesbians
(D’Augelli & Grossman, 2001; D’Augelli, Grossman, Hershberger, & O’Connell, 2001).
Because of this gender difference, the current study focused on the workplace experience
of gay men. This study examined if psychological distress mediates the relationship
between workplace context (defined as both the presence of LGB-affirmative policies
and organizational climate) and job satisfaction of gay employees. In addition, the
potential moderating role of internalized homophobia on the relationship between
workplace context and psychological distress was examined.
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Research Questions and Hypotheses
The research questions were:
1. Do organizational LGB-affirmative policies predict gay employees’ job
satisfaction?
2. Is the relation between organizational LGB-affirmative policies and job
satisfaction mediated by psychological distress (defined as the composite of depression,
stress, and life satisfaction)?
3. Does internalized homophobia moderate the mediated relationship such that the
indirect effect of organizational LGB-affirmative policies on job satisfaction is
conditional on level on internalized homophobia?
4. Does organizational climate predict gay employees’ job satisfaction?
5. Is the relation between organizational climate and job satisfaction mediated by
psychological distress?
6. Does internalized homophobia moderate the mediated relationship such that the
indirect effect of organizational climate on job satisfaction is conditional on level on
internalized homophobia?
It was hypothesized that gay employees in organizations with more extensive
LGB-affirmative policies would have higher job satisfaction due to lower psychological
distress, and gay employees who work under a hostile workplace climate would have
higher psychological distress and therefore perceive lower job satisfaction. Additionally,
the mediated relations between organizational LGB-affirmative policies as well as
organizational climate and job satisfaction would be stronger in employees with higher
levels of internalized homophobia. Figure 1 indicates the hypothesized model.
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Chapter 2
Review of the Literature
Most people in the United States, including LGB individuals, spend a large
proportion of their lives in their workplaces. While many LGB employees are likely to
choose to spend time with friends or family members who are supportive of their sexual
orientation during their nonworking hours, few have a choice of their supervisors and
coworkers. These colleagues may exhibit negative attitudes and behaviors toward them,
resulting in either formal or informal workplace discrimination (Waldo, 1999).
A memorandum of the United Nations defines the term discrimination as
including “any conduct based on a distinction made on grounds of natural or social
category, which have no relation either to individual capacities or merits, or to the
concrete behavior of the individual person” (International Labour Office, 1957, p. 5).
Workplace discrimination, as Chung (2001) defined it, is an unjust and negative
treatment of current or potential workers based on personal characteristics that do not
impact the job performance. Formal discrimination towards LGB employees includes
organizational policies that discriminate in hiring, termination, advancement, or salary
raise based on sexual orientation (Chung, 2001; Croteau & Lark, 1995; Mays & Cochran,
2001; Levine & Leonard, 1984). Examples of informal discrimination include verbal and
nonverbal harassment, lack of respect, unfriendliness, and bigotry (Chung, 2001).
LGB-Affirmative Policies
A written policy prohibiting discrimination on the basis of sexual orientation is an
important step in providing affirmation to LGB employees (Baker, Strub, & Henning,
1995; McNaught, 1993; Mickens, 1994). Button (2001) surveyed 527 lesbian and gay
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employees in various organizations that ranged in size from 300 to 300,000 employees.
He found that lesbian and gay employees reported fewer experiences of discrimination at
work if the organizations had more prevalent LGB-affirmative policies. Employees who
had fewer encounters of workplace discrimination were found to be more satisfied with
their jobs and more committed to their employers.
In many settings, statements of nondiscrimination are the only tangible indication
that discriminating against sexual minority members in the organization will not be
tolerated. When a formal statement of nondiscrimination is unavailable, LGB employees
must face the possibility that they will be unfairly discriminated against, or even
terminated, if their sexual minority status is identified (Button, 2001). However, there are
other policies that businesses can enact that indicate support for LGB employees. Kirby
(2002) suggested that organizations could provide diversity workshops that present
accurate information about the LGB community, offer same-sex partner benefits that
match those of married couples in the organization, extend bereavement and sick-care
leave to employees in same-sex relationships, and sponsor LGB community events and
HIV/AIDS events. These are all examples of organizational policies that LGB employees
may use in their evaluation of how affirming and satisfying a workplace is. In a study of
534 LGB employees, Ragins and Cornwell (2001) found that lesbian and gay employees
of organizations with a greater extent of LGB-affirmative policies and practices reported
fewer experiences of workplace discrimination. They found that the presence of same-sex
domestic partner benefits had a strong negative relationship to perceived workplace
discrimination. Moreover, protective legislation (statewide or local nondiscrimination
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laws that include sexual orientation) and organizational LGB-affirmative policies and
practices showed strong negative associations with perceived workplace discrimination.
Perceived discrimination was found to be significantly correlated with job
satisfaction, organizational commitment, turnover intentions, organization-based selfesteem, satisfaction with opportunities for promotion, and career commitment (Ragins &
Cornwell, 2001). Supportive policies and practices were also found to have a direct and
positive effect on organization commitment and career commitment, and a direct and
negative effect on turnover intentions. The Ragins and Cornwell study did not separate
formal LGB-affirmative policies and informal practices that help form the organizational
climate, but it is possible that formal affirmative policies do not automatically ensure
affirming informal practices or an affirming organizational climate.
Organizational Climate
Waldo’s (1999) study of 287 LGB employees found a nonsignificant relationship
between the presence of organizational polices and experiences of heterosexism (i.e., a
wide range of experiences of discrimination and prejudice toward LGB people),
suggesting that organizational LGB-affirmative policies alone did not prevent
experiences of discrimination. It is possible that the policies were not perceived as
serving their purpose of protecting LGB employees from workplace discrimination. In
light of this possibility, it is important to assess the effects of the broader organizational
climate for LGB workers in addition to the existence of formal anti-discrimination
policies. The organizational climate for LGB employees is also an important determinant
of perceptions of employment discrimination.
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Organizational climate refers to “formal and informal aspects of an institutional
environment that affect employees’ experience on job” (Liddle, Luzzo, Hauenstein, &
Schuck, 2004, p. 33). Organizational climates for LGB employees ranged from actively
supportive to openly hostile, includes the experiencing of verbal and nonverbal
harassment, property violence, lack of support and acceptance from supervisors and
coworkers, and etc. These experiences are sometimes referred to as informal
discrimination and are more difficult to regulate than formal discrimination experiences
(Chung, 2001; Croteau & Lark, 1996; Levine & Leonard, 1984). Waldo (1999) found
LGB employees who believed that their organizations tolerate heterosexism were more
likely to experience heterosexism than those who had an opposite belief. Consequently,
those employees exhibited higher levels of psychological distress, adverse health related
outcomes, and decreased job satisfaction.
Discrimination and Psychological Distress
Meyer’s (2003) theory of minority stress provides a framework to understand the
unique stressors experienced by LGB individuals due to their sexual minority status,
including experiences of discrimination, anticipated rejection or prejudice, disclosure of
sexual orientation, internalized homophobia, and the coping strategies that are used. As a
consequence of these stressors, minority group members often develop adaptive and
maladaptive responses that include mental health symptoms (Meyer, 1995).
LGB persons are more likely than heterosexuals to report experiencing
discrimination due to their sexual orientation (Mays & Cochran, 2001). Several studies
have shown that LGB persons may experience higher levels of social stress due to antigay discrimination held by the society (Croteau & von Destinon, 1994; Mays, Cochran,
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& Rhue, 1993; Waldo, Hesson-McInnis, & D’Augelli, 1998). In a study examining
psychological outcomes of hate crime victimization among 2,259 LGB adults, lesbians
and gay men who were victimized due to their sexual orientation reported greater
psychological distress, including significantly more symptoms of depression, anxiety,
anger, and posttraumatic stress than non-biased crime victims. Lesbian and gay hate
crime survivors also regarded the world as unsafe, viewed people as malevolent, showed
low sense of personal mastery, and attributed their personal setbacks to society’s sexual
prejudice, and therefore displayed significantly more feelings of vulnerability and
powerlessness with their sexual orientation and personal identity (Herek, Gillis, & Cogan,
1999).
Huebner, Nemeroff, and Davis (2005) examined the correlation between
perceived discrimination and depressive symptoms in a sample of 250 gay and bisexual
men. They found that similar to the results of studies that examine associations between
perception of discrimination and negative mental health outcomes in racial and gender
marginalized groups, perceived discrimination was a significant predictor of depressive
symptoms. Therefore, even the perceptions of discrimination or the beliefs that one is
stigmatized due to their marginalized identity have been found to have significant
association with negative mental health outcomes (Kessler, Mickelson, & Williams, 1999;
Markowitz, 1998; Mays & Cochran, 2001; Meyer, 1995; Waldo, 1999; Zakalik & Meifen,
2006).
Several stress-related disorders were also found to be greater in the LGB
population as outcomes of social stigma, including substance abuse, suicide attempts
during younger ages, depression, anxiety, and severe mental health issues (see review in
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Cochran & Mays, 2000). Using the sample of the 1996 National Household Survey on
Drug Abuse, Cochran and Mays (2000) found that men in same-sex relationships were
more likely to meet criteria for major depression and panic attacks than their
heterosexually active counterparts. Similar findings were found in the MacArthur
Foundation Survey of Midlife Development in the United States (Cochran, Sullivan, &
Mays, 2003). Among 2,917 midlife adults, gay and bisexual men who perceived
discrimination reported higher prevalence of depression, panic attacks, and psychological
distress, and lower satisfaction with life than heterosexual men.
Disclosure of one’s LGB identity may increase the likelihood that a LGB
employee will be the target of discrimination (Croteau & Lark, 1995; Croteau & von
Destinon, 1994). LGB persons who disclose their sexual orientation may risk
discrimination and rejection in several areas of life; however, being “in the closet” to
conceal sexual orientation requires a great deal of emotional energy and is a source of
stress (Bradford, Ryan, & Rothblum, 1994). Higher levels of “outness” (i.e., the degree to
which LGB persons have disclosed their sexual orientation to others, Mohr & Fassinger,
2000) correlate with less anxiety, more positive affectivity, and greater self-esteem
(Jordan & Deluty, 1998). An inverse relationship was found between level of outness and
psychological distress among both lesbians and gay men (Morris, Waldo, & Rothblum,
2001; Schmitt & Kurdek, 1987). With a sample of 174 lesbian and gay employees,
Sandfort et al. (2006) reported that gay men who were less open about their sexual
orientation at work experienced more symptoms of emotional exhaustion, felt alienated
from their work, and perceived reduced personal competence. They also found that
compared with their heterosexual counterparts, lesbian and gay employees experienced
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informal discrimination such as less positive relationships with their supervisors and
coworkers and less social support from their coworkers, and more symptoms of
psychological distress than their heterosexual coworkers.
The disclosure of sexual orientation has been found to be associated with better
psychological well-being among LGB persons. LGB persons who self-disclose their
sexual orientation to more individuals tend to experience less anxiety, more positive
affectivity, and greater self-esteem (Jordan & Deluty, 1998; Rosario, Hunter, Maguen,
Gwadz, & Smith, 2001). Day and Schoenrade (1997) found that lesbian and gay
employees who were more open about their sexual orientation were more committed to
the organization, perceived more support from the top management, experienced less role
conflict between work and home, and had higher job satisfaction. Nevertheless, many
LGB employees may not come out due to fears of discrimination, rejection, and even
physical threats from their family members and heterosexual friends, coworkers,
classmates, and strangers. If they come out, they may receive societal disapproval and
loss of prestige (Fassinger, 1991; Harry, 1993; Herek, Gillis, Cogan, & Glunt, 1997).
Internalized Homophobia
A potential result of minority stress is the development of internalized
homophobia – the internalization of society’s homophobic attitudes among LGB
individuals (Meyer, 1995), leading to conflicts within the individual, lowered self-regard,
and self-deprecating attitudes (Meyer & Dean, 1998). Even when a LGB person appears
to accept her or his sexual orientation, these negative views of self may continue to exist
inwardly (Cass, 1979; Gonsiorek, 1991; Troiden, 1989). Because the dissonance between
an internal negative view of homosexuality and an emerging homosexual identity tends to
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create tremendous conflict, many LGB individuals attempt to deny their sexual identities
and choose to “pass” as heterosexual (Martin, 1982). In the workplace, internalized
homophobia can also result in LGB employees’ excessive tolerance of discriminatory or
abusive behavior from others, or even abandoning their career or educational objectives
because they are believed to be inappropriate for LGB people (Gonsiorek, 1993).
Positive correlations have been found between levels of internalized homophobia
and psychological distress, indicating that a higher degree of internalized homophobia is
related to higher levels of psychological distress. In a sample of 741 gay men, Meyer
(1995) examined the relations between internalized homophobia and five measures of
psychological distress: (a) demoralization, (b) guilt, (c) suicidal ideation, (d) AIDSrelated traumatic stress, and (e) sex problems. The results indicated that internalized
homophobia was positively associated with each measure, and participants with higher
levels of internalized homophobia were at a two- to threefold risk for higher levels of
psychological distress. Igartua, Gill, and Montoro (2003) found that internalized
homophobia was correlated positively to both symptoms of depression and anxiety in a
sample of 220 lesbian and gay men. In a community sample of 74 gay male sexual
assault survivors, Gold, Marx, and Lexington (2007) found that internalized homophobia
positively predicted both posttraumatic stress disorder and depressive symptom severity.
A strong negative relationship was found between internalized homophobia and
psychological well-being in a study with 583 LGB individual who were involved in
LGB-affirmative faith groups (Lease, Horne, & Noffsinger-Frazier, 2005)
With a sample of 100 gay men, Allen and Oleson (1999) found a significant
positive relationship between internalized homophobia and internalized shame. In
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examining correlates of internalized homophobia and homosexual identity formation,
Rowen and Malcolm (2002) found that internalized homophobia was significantly related
to lower levels of emotional stability and self-concept of physical appearance, and higher
level of sex guilt. A significant inverse correlation has been established between levels of
internalized homophobia and self-esteem (Allen & Oleson, 1999; Friedman & Downey,
2002; Rowen & Malcolm, 2002).
LGB individuals who experience internalized homophobia may have lower selfacceptance that negatively affects the coming out process. Generally, the effects of
internalized homophobia are most intensely felt in the early stage of coming out process
(Gonsiorek, 1988; Meyer, 1995). Higher levels of internalized homophobia may
discourage LGB individuals from disclosing their sexual orientations at work and lead to
their experiences of psychological difficulties. Rostosky and Riggle’s (2002) study of
individuals’ workplace disclosure status in 118 couples found that LGB employees who
had lower levels of internalized homophobia were more likely to be open about their
sexual orientation in the workplace.
Gay men may experience more internalized homophobia than lesbians due to the
more negative attitudes held by heterosexual men toward them (Hereket al., 1997; Kite &
Whitley, 1996). In a sample of 75 gay men and 75 lesbians, Herek et al. (1997) found that
men reported significantly higher levels of internalized homophobia than women did. A
pattern of significant correlates between internalized homophobia and depressive
symptoms, demoralization, and self-esteem was observed in the men’s group, but not the
women’s. Such gender differences may be explained by the socialization process where
gay men may internalize greater hostility and stigma toward their own sexual identity,
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and as a result, experience greater psychological distress. Based on these findings, the
current study is interested in the workplace experience of gay men.
While internalized homophobia has been shown to have a direct relationship with
measures of psychological distress, there is also evidence that internalized homophobia
interacts with environmental stimuli that might serve to trigger the negative self-identity
and leads to increased psychological distress. Using a sample of 738 gay and bisexual
men, Meyer and Dean (1998) found internalized homophobia moderated the prejudicial
experiences-distress relationship by leading to increased psychological distress in the face
of prejudicial events. It seems likely that higher levels of internalized homophobia would
intensify the relation between a negative workplace climate and psychological distress
because the individual would accept those negative experiences as “deserved” rather than
challenging them. This study will test whether internalized homophobia moderates the
indirect relationship (via psychological distress) between negative workplace climate and
job satisfaction.
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Chapter 3
Methods
Participants
The data were collected via an internet based survey as part of a larger study of
men in same-sex relationships and career issues. Potential participants were recruited via
email listserv announcements and website postings focusing on the LGB community. The
announcements recruited males, age 18 and older, who self-identified as gay, bisexual,
same-gender loving, or same-sex partnered men. The current study used a subsample of
these men who lived in the US and had been employed for at least six months duration
with no immediate plans to cease working. Data from participants with missing data or
who did not meet the criteria were removed, resulting in a sample of 107 gay participants.
Ages of participants ranged from 19 to 61, with a mean age of 38.65 years. When
examining participants’ racial and ethnic identification, Caucasians represented the
largest group (85%), followed by African Americans (4.7%), Jewish (2.8%), Native
American (2.8%), Latino (1.9%), Bi/ Multiracial (1.9%), and Asian/Pacific American
(.9%).
Regarding education, 10.3% had doctorate degrees, 7.5% had professional
degrees, 17.8% had master’s degrees, 35.5% had bachelor’s degrees, 26.2% had attended
college, .9% had vocational/technical education, and 1.9% had a high school diploma or
GED. The majority of participants categorized their occupations as professional (75.5%),
followed by skilled (9.3%), service industry (7.5%), student (4.7%), and laborer (2.8%).
In general, participant incomes ranged from less than $10,000 per year to approximately
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$300,000 per year. The median income for the sample was between $40,001 and $50,000
per year.
Measures
Workplace Climate. The Lesbian, Gay, Bisexual, and Transgendered Climate
Inventory (LGBTCI; Liddle et al., 2004) is a 20-item self-report measure developed to
assess workplace climate for lesbian, gay, bisexual, and transgender employees. Items
were developed based on 60 initial items that were generated through phenomenological
methodology, a qualitative method that could potentially sample the entire range of
experience of the surveyed population. These 60 items were then reduced by applying a
series of prearranged criteria to determine whether to retain a given item or not, resulting
in 20 final items. A sample item is “At my workplace, lesbian, gay, bisexual, and
transgendered employees are treated with respect.” Using a 4-point likert-type scale,
participants rate each item from 1 (doesn’t describe at all) to 4 (describes extremely
well). Total scores can range from 20-80. Higher scores indicate a more LGBT
affirmative work climate. Liddle et al. (2004) reported excellent internal consistency
(Cronbach’s alpha = .96 and Guttman split-half reliability = .97) and test-retest reliability
(.87) in in their sample. In addition, the LGBTCI has been found to have moderate
correlation with measures of related constructs (work satisfaction and workplace
discrimination), indicating adequate construct validity (Kwon & Hugelshofer, 2010). For
the current sample, the Cronbach’s alpha reliability was .97.
GLB-Related Policies.

A series of items was constructed to assess the LGB-

related workplace benefits and policies of the study participants. Participants were asked
to respond with (1) yes, (2) no, (3) don’t know, or (4) not applicable to the following
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statements: (1) My workplace has a sexual orientation non-discrimination policy, (2) My
workplace has openly GLBT employees and staff, (3) My workplace has employer
sponsored GLBT organizations, (4) My workplace offers domestic partner benefits to
same-sex couples, (5) My workplace offers bereavement and sick care leave to
employees in same-sex relationships, (6) My employer sponsors events of importance to
GLBT people, (7) My workplace offers informal benefits to GLBT employees, such as
same-sex partner use of facilities, and (8) My workplace does not have any formal
policies regarding sexual orientation (reverse scored). Items were recoded so that “don’t
know” and “not applicable” responses were not scored and positive responses were coded
as 1 while the absence of the policy was coded as 0. Items were summed to create a score
for the measure ranging from zero to 8, with zero indicating no access to any of the
benefit and eight indicating that the participant had access to all the benefits. The current
sample had a Cronbach’s alpha reliability of .91.
Psychological Distress. The construction of psychological distress was created
from three separate scales assessing aspects of psychological functioning. These scales
were the Center for Epidemiological Studies Depression Scale, the Perceived Stress FourItem Scale, and the Satisfaction with Life Scale.
Depression. The Center for Epidemiological Studies Depression Scale (CES-D;
Radloff, 1977) is designed to measure depressive symptoms in the general population.
The CES-D is a widely used instrument in studies to measure psychological distress (e.g.,
Gotlib & Whiffen, 1989; Haley et al., 1995; Norris & Kaniasty, 1996; Russo & Denious,
2001; Vernon et al., 1997). The 20-item scale measures the major components of
depressive symptomatology, including depressed mood, feelings of guilt and
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worthlessness, feelings of helplessness and hopelessness, psychomotor retardation, loss
of appetite, and sleep disturbance. Sample items include “I had trouble keeping my mind
on what I was doing” and “I felt that everything I did was an effort.” Each item is
measured on a 4-point Likert-type scale ranging from 0 (rarely or none of the time) to 3
(most or all of the time), with four items reverse-scored. Scores are summed to create a
composite measure and range from 0-60, with higher scores indicative of higher levels of
depressive symptoms during the previous week.
The internal consistency reliability has been established with coefficient alpha
greater than .85 for the general population and .90 for a psychiatric population (Orme,
Reis, & Herz, 1986; Radloff, 1977). For this study, the Cronbach’s alpha reliability was
.93. Moderate test-retest reliability was found to range from .51 to .67 in 2- to 8-week
intervals and from .32 to .54 in 3- to 12-month intervals (Radloff, 1977). Convergent
validity was supported by significant correlations with other scales designed to measure
depression (Hann, Winter, & Jacobsen, 1999; Radloff, 1977; Weissman, Sholomskas,
Pottenger, Prusoff, & Locke, 1977).
Perceived stress. The Perceived Stress Four-Item Scale (PSS4, Cohen, Kamarck,
& Mermelstein, 1983; Cohen & Williamson, 1988) is based on the original 14-item
Perceived Stress Scale that measures the extent to which individuals perceived the
previous month to be stressful. It has been used as a measure of psychological distress in
a number of studies (Pieterse & Carter, 2007; Rice, Leever, Christopher, & Porter, 2006;
Rostosky et al., 2009). The PSS4 consists of the four items that were most highly
correlated with the 14-item scale. The four items are scaled on a 5-point Likert-type scale
ranging from 0 (never) to 4 (very often); the range of possible scores is 0-16. Higher
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scores indicate greater perceived stress. Sample items include “In the last month, how
often have you felt difficulties were piling up so high that you could not overcome
them?” and “In the last month, how often have you felt that things were going your
way?” (reverse-scored).
The PSS4 was reported to have an internal consistency reliability coefficient
of .72, and a test–retest reliability of .55 over a 2-month interval. Predictive validity was
established with two items of the College Student Life-Event Scale (CSLES, see Cohen
et al., 1983): number of stressful life events (r = .38) and impact of stressful life events (r
= .49) in a sample of participants in a smoking cessation program. An internal reliability
coefficient alpha was found to be .82 with LGB adults (Rostosky et al., 2009). For this
study, the Crobach’s alpha reliability was .82.
Life Satisfaction. The Satisfaction with Life Scale (SWLS; Diener, Emmons,
Larsen, & Griffin, 1985) is a 5-item, self-report measure of global life satisfaction (e.g.,
“In most ways my life is close to my ideal”). Respondents indicate the extent of their
agreement with each item across a 5-point Likert-type scale ranging from 1 (strongly
disagree) to 5 (strongly agree). For the purpose of analysis, the item scores of the SWLS
were reverse coded, so that high scores indicated lower life satisfaction. The SWLS has
been shown to have favorable psychometric properties, including high internal
consistency and high temporal reliability (Diener et al., 1985). In addition, SWLS scores
have demonstrated moderate to high correlations with other measures of subjective wellbeing and with measures of mental health (Diener et al., 1985; Pavot & Diener, 2008).
Life satisfaction has been found to be associated with the construct of psychological
distress in recent studies (e.g., Rhoades, Kamp Dush, Atkins, Stanley, & Markman, 2011;
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Rochlen, McKelly, Suizzo, & Scaringi, 2008). In a longitudinal study, Kwon and
Hugelshofer (2010) found the internal consistency reliability for the SWLS to be .84 at
Time 1 and .89 at Time 2. The Cronbach’s alpha reliability was .91 in this study.
Preliminary analyses indicated that the three measures of psychological distress
were highly intercorrelated (Pearson r’s ranging from .57 to .64), suggesting a large
degree of variance was shared among these three scales. Categorical principal
components analysis was used to create the psychological distress construct by reducing
the three variables into one component that represents most of the information contained
in the original set of variables (depression, perceived stress, and life satisfaction). The
component loadings of depression, perceived stress, and life satisfaction were .88, .85,
and .88, respectively, indicating a well-defined structure for the psychological distress
variable. The scores of psychological distress were obtained by using weighted sums that
were calculated as linear combinations of the original variables and the weights. The
weights were obtained by maximizing the variances of the three scale scores. Higher
scores indicated greater psychological distress.
Internalized Homophobia. Internalized homophobia was measured using the 15item personalized homonegativity subscale of the Revised Nungesser Homosexuality
Attitudes Inventory (NHAI, Shidlo, 1994). This particular subscale was constructed to
measure personal attitudes of homonegativity as opposed to more global attitudes
regarding homonegativity (Shidlo, 1994). Examples of items include, “My gay identity
does not make me unhappy,” “I wish I were heterosexual,” and “It’s important to me to
feel part of the gay community.” Some items are reverse scored and higher scores
indicate higher internalized homophobia. The possible score range is from 15-60. As

22

cited in Shidlo (1994), Nungesser (1983) found internal consistencies on the subscales of
the NHAI ranging from .69 to .93. For the current sample of gay men, the Cronbach’s
alpha reliability was .77.
Job Satisfaction. The 5-item general satisfaction subscale, an affective outcome
subscale of the Job Diagnostic Survey (JDS) developed by Hackman and Oldham (1975,
1980), was utilized to measure the dependent variable in this study. The JDS also
measures satisfaction with the job facets of job security, pay and other compensation,
peers and co-workers, and supervision. Only the general satisfaction subscale was used.
Item scores are averaged and range from 1 to 7, with higher scores indicating a higher
degree of job satisfaction.
The JDS has been shown to be a valid and reliable measure (Field, 2002). Strong
criterion-related validity was found for the three affective outcomes of general
satisfaction, internal motivation, and growth satisfaction (Renn, Swiercz, & Icenogle,
1993). Cronbach internal consistency reliabilities for the JDS affective outcomes (all
subscales) have been reported to range from .56 to .84. Alpha was .76 for general
satisfaction (Hackman & Oldham, 1975, 1980). In a study with nonfaculty university
employees, general satisfaction had a coefficient alpha of .77 (Munz, Huelsman, Konold,
& McKinney, 1996). The current sample had a Cronbach’s alpha reliability of .84.
Procedures
The participants completed an Internet-based survey investigating the workplace
experiences of gay men. The participants were recruited through a number of gayaffirming listserves, bulletin boards, and websites. In addition, the snowball method was
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employed, and participants were encouraged to inform and encourage their friends and
partners to participate in the survey.
Each participant completed an informed consent page that notified him of the
purposes of the study, the confidential nature of participating, and the risks involved with
being a part of the study. The stated purpose of the research was to increase knowledge
about gay men’s workplace experiences as well as stressors faced by gay men in the
workplace. This information was presented prior to completing the survey; completion of
the survey indicated informed consent.
Data Analysis
This study used a moderated mediational model in order to examine the
relationships between workplace variables (i.e., LGB-affirmative policies and
organizational climate), internalized homophobia and psychological distress, and job
satisfaction among gay employees, in which the indirect effect of workplace variables on
job satisfaction through psychological distress is moderated by internalized homophobia.
The primary data analysis used for this study was moderated mediation analysis
calculated with an SPSS macro (Preacher, Rucker, & Hayes, 2007).
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Chapter 4
Results
The correlations, means, and standard deviations for the study variables are
displayed in Table 1. LGB-affirmative policies and psychological distress were
negatively correlated. Organizational climate was negatively correlated with
psychological distress, but not at a significant level. Internalized homophobia was
positively correlated with psychological distress. Additionally, psychological distress was
negatively correlated with job satisfaction.

Table 1
Means, SD, and Correlations of the Study Variables
Variable

Mean

SD

3.93

2.59

2. Organizational Climate

62.52

15.17

3. Internalized Homophobia

20.98

4.93

-.23*

-.29**

4. Psychological Distress

-.05

1.03

-.27**

-.17

5. Job Satisfaction

5.02

1.29

.21*

1. LGB-Affirmative Polices

1

Note. *p < .05. **p < .01. ***p < .001.
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2

3

4

––
.60**

––

.33**

––
.44**
-.26**

––
-.45**

A moderated mediation procedure described by Preacher et al. (2007) was used to
address the research questions. The analysis was conducted through an SPSS macro that
allowed for testing the indirect effect with a bootstrap calculation. The bootstrap method
is considered a preferred inferential method for testing moderated mediation because the
sampling distribution of the indirect effect is rarely symmetrical. The Preacher et al.
macro for testing moderated mediation produces a simple ordinary least squares (OLS)
regression test for a mediator variable model (workplace variables on psychological
distress), along with a test for a dependent variable model (workplace variables and
psychological distress on job satisfaction) that includes any relevant interaction terms.
The interaction term in the model tests for moderation of the mediation hypothesis.
To probe significant moderated mediation effects, conditional indirect effects
were tested for significance by using the Preacher et al. (2007) macro. Specifically,
whether the indirect effect (of workplace variables on job satisfaction) was significant at
specific levels of the moderator (internalized homophobia) was tested.
Results of the OLS regressions testing the mediation hypotheses (psychological
distress as a mediator of both the LGB-affirmative policies-job satisfaction link and the
organizational climate-job satisfaction link) are presented in Table 2 and 3. For the
mediator variable model with LGB-affirmative policies, the path from LGB-affirmative
policies to psychological distress (path a, see Figure 1) was negative and significant, as
expected. For the dependent variable model with LGB-affirmative policies, the path from
psychological distress to job satisfaction (path b, see Figure 1) was negative and
significant. Similar results were found on the test of mediation hypotheses with
organizational climate. For the mediator variable model, the path from organizational
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climate to psychological distress was negative and significant. And for its dependent
variable model, the path from psychological distress to job satisfaction was negative and
significant.
The hypotheses that the indirect effects of the workplace variables on job
satisfaction were conditional on levels of internalized homophobia were tested by
examining the significance of the interactions between workplace variables and
internalized homophobia in the prediction of psychological distress. As can be seen in
Table 2 under the mediator variable model, the LGB-affirmative policies by internalized
homophobia interaction was significant. Similarly, the organizational climate by
internalized homophobia interaction under the mediator variable model in Table 3 was
significant.

27

Table 2
Test of Moderated Mediation with LGB-Affirmative Policies
Predictor

b

SE

t

Mediator Variable Model (Predicting Psychological Distress)
LGB-Affirmative Policies

-.408

.157

-2.601**

Internalized homophobia

.029

.031

.926

LGB-Affirmative Policies × Internalized homophobia

.016

.007

2.214*

Psychological Distress

-.521

.128

-4.085***

LGB-Affirmative Policies

-.061

.210

-.289

Internalized homophobia

-.031

.040

-.755

.005

.010

.518

Dependent Variable Model (Predicting Job Satisfaction)

LGB-Affirmative Policies × Internalized homophobia

Conditional Indirect Effect at Internalized Homophobia = Mean and ± 1SD
Internalized Homophobia

Indirect Effect

SE

z

p

1 SD below mean

.077

.033

2.362

.018*

Mean

.036

.021

1.731

.084

-.006

.027

-.226

.821

1 SD above mean
Note. *p < .05. **p < .01. ***p < .001.
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Table 3
Test of Moderated Mediation with Organizational Climate
Predictor

b

SE

t

Mediator Variable Model (Predicting Psychological Distress)
Organizational Climate

-.059

.024

-2.476*

Internalized homophobia

-.056

.063

-.890

.003

.001

2.419*

Psychological Distress

-.517

.122

-4.239***

Organizational Climate

.018

.030

.578

-.010

.079

-.131

.000

.001

.137

Organizational Climate × Internalized homophobia
Dependent Variable Model (Predicting Job Satisfaction)

Internalized homophobia
Organizational Climate × Internalized homophobia

Conditional Indirect Effect at Internalized Homophobia = Mean and ± 1SD
Level

Indirect Effect

SE

z

p

1 SD below mean

.010

.005

1.885

.059

Mean

.004

.004

1.137

.255

-.002

.004

-.614

.539

1 SD above mean
Note. *p < .05. **p < .01. ***p < .001.
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The significance of the moderation effect suggests that the mediation effect is also
moderated. To further probe the moderated mediation effect, bootstrap estimates of the
indirect effects, along with bias corrected and accelerated bootstrap confidence intervals
for the indirect effect, were calculated at the mean value for internalized homophobia, as
well as at ±1 SD from the mean, based on 5,000 bootstrapped samples. The results are
presented in Tables 2 and 3. In Table 2 with LGB-affirmative policies as predictor, the
indirect effect was positive and significant at 1 SD below the mean for internalized
homophobia. The indirect effect was not significant at the mean and at 1 SD above the
mean. In Table 3 with organizational climate as predictor, the indirect effect was not
significant at all 3 levels, although the p value was significant at 94.06% confidence level
at 1 SD below the mean for internalized homophobia. The macro allows for the testing of
all values of internalized homophobia in the sample, in addition to the values at the mean
and ± 1 SD. When the score on the measure of internalized homophobia was 15.00, the
indirect effect of organizational climate on job satisfaction was significant at 94.77%
confidence level. Thus, the indirect relation between organizational climate and job
satisfaction via psychological distress was present when internalized homophobia was
low, but not at high levels.
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Chapter 5
Discussion
The primary questions of the present study were whether there were significant
indirect effects of workplace factors (LGB-affirmative policies and organizational
climate) on participants’ job satisfaction through psychological distress and whether this
indirect effect was conditional on participants’ levels of internalized homophobia. In this
chapter, the results of this study are discussed, followed by the limitations of this study,
implications for clinicians, and the directions for future research.
Workplace Context and Job Satisfaction
This study hypothesized that the existence of LGB-affirmative policies in the
workplace would positively predict job satisfaction among gay employees, but that this
relationship would be mediated by the psychological distress related to workplace
policies. It also hypothesized that gay employees who work under a LGB-friendly
workplace climate would have lower psychological distress and therefore perceive higher
job satisfaction. The regression results were consistent with these hypotheses.
The finding that LGB-affirmative policies were related to a higher degree of job
satisfaction is consistent with the results of previous research (e.g., Button, 2001),
suggesting that the provision of protective policies may be positively associated with the
experience of job satisfaction among gay employees. The finding is also consistent with
evidence that racial minority members are more satisfied and committed in organizations
that affirm racial diversity (Burke, 1991). This finding also supports past literature
indicating that inclusive nondiscrimination policies in the workplace were related to
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increased LGB employee’s disclosure at work and increased satisfaction with several
aspects of their jobs (Badgett, 2001; Waldo, 1999).
Button (2001) suggested that policies that recognize and affirm the existence of
lesbian and gay employees communicate that these employees are valued members of the
organization and they should be treated equitably, such as receiving same rewards,
resources, or opportunities on the job that are commonly provided to all the heterosexual
employees. The organization’s enactment of a nondiscrimination policy that includes
sexual orientation is an indication to LGB employees that a workplace is welcoming.
Such policies also send an important message to all employees that discrimination on the
basis of sexual orientation is intolerable in their organization, suggesting that
discrimination based on sexual orientation is less likely to occur in the organization if
administration gives the impression that it will not be tolerated (Waldo, 1999). In
equitable settings, lesbian and gay employees may be satisfied with their jobs and more
committed to their employers.
Because LGB-affirmative policies alone may not prevent informal discrimination,
it is important to be sensitive to both formal and informal discrimination when assessing
workplace climate. Whereas LGB employees may work in organizations with LGB
affirmative policies, they still may be the objects of prejudicial or biased behaviors
because their workplaces may include unsupportive individuals with heterosexist
attitudes (Smith & Ingram, 2004). Ragins, Singh, and Cornwell (2007) found that LGB
employees who did not have supportive colleagues and supervisors were more likely to
experience fear regarding disclosing their sexual orientation at work, leading to greater
psychological distress and decreased job satisfaction (Day & Schoenrade, 1997).
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The current study supports the empirical literature on the toxic effects of an
unwelcoming workplace climate by connecting workplace climate to job satisfaction
through psychological distress. The findings of the current study indicated that gay
employees were more likely to experience psychological distress under a hostile
workplace climate and therefore were less satisfied with their job. Current theories of job
motivation, involvement, and productivity suggest that LGB employees who perceive
respect, support, and belonging in the workplace are more likely to commit themselves to
promoting and enhancing their organization, their coworkers, and themselves (Ellis,
1996). Hostile workplace climates may lead LGB employees to hide their sexual
identities and subsequently experience decreased job satisfaction.
Although the previous literature has shown relationships between organizational
policies and climate and job satisfaction, these studies have only looked at the direct link
between workplace polices/climate and job satisfaction and have not considered
intervening variables that account for this relationship. However, it is important to
consider intervening variables since their presence can explain the “how” of one
variable’s effect on another. It is quite possible that the policies and supportive workplace
environments examined in previous studies increased psychological well-being (or
decreased the likelihood of psychological distress) and this psychological state increased
job satisfaction.
Psychological Distress as a Mediator
Consistent with the hypotheses, psychological distress mediated both the
relationship between LGB-affirmative polices and job satisfaction. Specifically, the
existence of LGB-affirmative policies in the workplace has effects on gay employees’ job
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satisfaction through psychological distress. In the mediator variable model, the path from
LGB-affirmative policies to psychological distress was negative and significant. In the
dependent variable model, the path from psychological distress to job satisfaction was
also negative and significant. The significance of the indirect effect between LGBaffirmative policies and job satisfaction through psychological distress suggests that
nondiscrimination policies may be associated with gay employees’ overall satisfaction
with their jobs through psychological distress, particularly as it relates to depression,
perceived stress, and life dissatisfaction. Ragins and Cornwell (2001) found that LGB
employees were less likely to either experience or observe sexual orientation
discrimination if their organizations had written policies forbidding sexual orientation
discrimination. When formal protection via nondiscrimination policies is not accessible,
LGB employees may have increased fear of discrimination and also frustration at having
little recourse to deal with the discrimination. Consequently, they may experience
increased psychological distress when protective policies are limited or absent.
Similar to the first finding, psychological distress was found to mediate the
relationship between organizational climate for gay employees and job satisfaction in the
current study, with a negative and significant path from organizational climate to
psychological distress and a negative and significant path from psychological distress to
job satisfaction. Working in a hostile workplace climate may lead gay employees to
experience a higher level of psychological distress, feel underappreciated for their
accomplishments, and therefore experience dissatisfaction with their jobs.
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Internalized Homophobia as a Moderator
It was hypothesized that the indirect effect of workplace policies and climate on
job satisfaction might be conditional on levels of internalized homophobia with the
expectation that the effect would be present when participants had higher levels of
internalized homophobia. This moderation hypothesis was evaluated by examining the
interactions between workplace policies/climate and internalized homophobia. A
significant interaction between internalized homophobia and LGB-affirmative policies
was found in the equation predicting psychological distress, supporting the hypothesis
that internalized homophobia would moderate the mediated relationship between LGBaffirmative policies and psychological distress. The indirect effect of LGB-affirmative
policies on job satisfaction through psychological distress was present only when the
levels of internalized homophobia were low. The direction of the interaction was opposite
to the hypothesis that at higher levels of internalized homophobia, the relationship
between LGB-affirmative policies and psychological distress would be greater. Similar
results were also found in the mediation model with organizational climate, in which the
indirect effect of organizational climate on job satisfaction through psychological distress
was present only at low levels of internalized homophobia.
This was an unexpected finding, but one that could be plausible when considering
how internalized homophobia might provide a filter or lens for experiencing the
workplace. It is possible that gay employees with higher levels of internalized
homophobia may tend to interpret their experiences of formal and informal
discrimination as deserved due to their stigmatized sexual identity. Because they view
aspects of themselves as undesirable or unacceptable, external confirmation of that
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identity may not be additionally distressing. At lower levels of internalized homophobia,
gay employees may recognize that the lack of policies or discrimination at work is an
unjust and negative treatment of themselves, their organizations, and coworkers, rather
than attributing the mistreatment to themselves as being flawed due to their sexual
minority status. Thus, they may react with greater distress when confronted with
treatment that is incongruent with their expectations of how they should be treated.
Future research should be conducted that examines this unexpected finding. In general,
the sample scored very low on the measure of internalized homophobia so future research
might also strive to obtain a sample with a wider range of variance on this variable in
order to truly be able to test whether the effect of organizational policies or workplace
climate was conditional on high levels of internalized homophobia.
Clinical Implications
This study highlights the importance of organizational nondiscrimination policies
and a congenial workplace climate that contributes to LGB employees’ psychological
well-being and job satisfaction. Counseling psychologists should be aware that LGB
clients who are employees in unprotected and unwelcoming workplaces may be
vulnerable to psychological distress and health-related problems, as well as decreased job
satisfaction with several aspects of their jobs. In addition to the personal costs for
workers, employees’ poor performance caused by psychological distress or job
dissatisfaction can occur and negatively affect the organization’s profit or reputation.
Counseling psychologists should be aware of the potential impact of the workplace on
their individual clients, but also on any organizations with whom they are consulting.
Thus, this study recommends prevention or early identification of LGB employees’
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psychological distress due to both formal and informal discrimination, as a means of
improving their job satisfaction and helping ensure the quality of their job performance.
Counseling psychologists should also be aware of how internalized homophobia may
play a role that accentuates these adverse outcomes.
It is important for LGB individuals to choose to work for organizations that
address issues of sexual orientation as part of their cultural diversity training, provide
equitable resources and benefits to LGB employees, and do not tolerate discrimination on
the basis of sexual orientation. Counseling psychologists who are providing career
counseling should know how to assist their clients in accessing this information and to
empower them in engaging in activism to change the workplace. An organization that
institutes nondiscrimination policies that includes sexual orientation as a protected
category may attract LGB individuals and heterosexual employees who are tolerant or
affirming of sexual diversity. It also conveys to all employees that sexual orientation
discrimination will not be tolerated in the organization.
An organization may permit the facilitation of informal LGB networks with the
company or officially recognize LGB employee groups. By doing so, it signals an
acceptance of sexual minorities in the organization (Button, 2001). LGB employees who
are treated with respect and fairness in the workplace are more likely to commit
themselves toward promoting and enhancing their organization, their coworkers, and
themselves (Ellis, 1996). Counseling psychologists who are working as consultants to
businesses may be responsible for providing diversity training or demonstrating the
importance of welcoming climates on worker satisfaction. Since job satisfaction is linked
to organizational commitment and productivity (Harter, Schmidt, & Hayes, 2002; Meyer,
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Stanley, Herscovitch, & Topolnytsky, 2002; Schmidt, 2007), businesses may find that it
is financially beneficial for them to create welcoming climates.
Limitations and Directions for Future Research
This study has several limitations, each of which provides directions for future
research. First, the reported results must be interpreted with caution due to the use of
nonprobability sampling techniques that limit the generalizability of the findings of this
study. Because it is virtually impossible to obtain a truly random sample of a LGB
population, LGB community sampling is most frequently used (Waldo, 1999). However,
using this approach can only reach individuals who are active in the LGB community.
Individuals who do not participate in the LGB community may be different from those
who do (Meyer & Wilson, 2009). As noted previously, the sample scored very low on the
measure of internalized homophobia and this is likely the result of sampling individuals
who were active in the community.
In addition, this study used a web-based survey to sample gay participants.
Although Gosling, Vazire, Srivastava, and John (2004) found that internet samples were
equivalent to traditional survey samples in most domains and were especially useful for
difficult to access populations such as LGB communities, they also found that those with
Internet access are younger with higher socioeconomic status, and are less likely to be
racial minorities than those without Internet access. About 27% of Americans do not use
the Internet (Madden, 2006). The demographic profile of the sample confirms this
possible limitation of using a web-based study. The sample was predominately White,
well-educated with most having completed some college or more, and employed with a
moderate overall income. These sample descriptions are consistent with most previous
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studies of gay and bisexual men (Kwon & Hugelshofer, 2010; Meyer & Wilson, 2009;
Raginset al., 2007). The sample did not include enough non-White participants, who may
be subject to multiple forms of discrimination and prejudice, nor those who lack the
privileges of education and income. Although sampling was thus limited, participants in
the sample had an extensive range in regional diversity and age. Future studies would be
enhanced by the inclusion of more racial and ethnic minority participants to examine the
potential effects of being a double or triple minority.
Third, while the current study investigated the workplace experiences of gay men,
future research may need to obtain samples of bisexual men or conduct purposeful
sampling in order to include bisexual men that will allow adequate study of how the
workplace experiences of bisexual people may differ from those of gay men. For
instances, if a bisexual man’s current partner is female, he may be accepted by workplace
colleagues and experience less formal and informal discrimination.
Fourth, all measures were self-report. Different participants may vary in the way
that they responded to the questions. For example, individuals who were more sensitive
to discrimination (perhaps as a result of previous experiences) may be mistaken about
their organizational policies and climate and more likely to endorse extreme items
(Ragins & Cornwell, 2001; Waldo, 1999). It might be useful to assess these variables
through actual organizational policies and objective observations of workplace
relationships.
Conclusion
The current study results supported the research hypotheses that the relationships
between both organizational LGB-affirmative policies and workplace climate and job
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satisfaction were mediated by psychological distress. Contrary to the hypotheses, the
indirect effects were significant only at low levels of internalized homophobia. The study
demonstrated that LGB individuals who are more comfortable or accepting of their
sexual identity experienced more distress in the face of workplace discrimination and
subsequently experienced less job satisfaction. Both organizations and individuals will
benefit from the elimination of formal and informal discrimination in the workplace.
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Appendix A
Demographics
1. What is your age in years?________
2. What is your race/ethnicity?
a. Native American
b. Asian/Pacific American
c. African American
d. Latino
e. White
f. Bi/Multiracial
g. Jewish
3. What is your educational background?
a. Some High School
b. High School Diploma
c. Vocational/Technical School
d. Some College
e. College Degree
f. Master Degree
g. Doctoral Degree
h. Professional Degree
4. What is your occupation?
5. How would you categorize your occupation?
a. Professional
b. Skilled
c. Laborer
d. Student
e. Service Industry
f. Retired
g. Unemployed
6. Personal Income:
a. Not employed
b. Not employed as I am a full-time student
c. Less than 10,000
d. 10,000 - 20,000
e. 20,001 - 30,000
f. 30,001 - 40,000
g. 40,001 - 50,000
h. 50,001 - 60,000
i. 60,001 - 70,000
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j.
k.
l.
m.
n.
o.
p.
q.

70,001 - 80,000
80,001 - 90,000
90,001 - 100,000
100,001 - 200,000
200,001 - 300,000
300,001 - 400,000
400,001 - 500,000
500,000+

7. How would you describe your sexual orientation?
a. Gay or Homosexual
b. Bisexual
c. Questioning
d. Heterosexual
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Appendix B
Lesbian, Gay, Bisexual, and Transgendered Climate Inventory (LGBTCI)

Responses:
(1) Doesn’t Describe at All
(3) Describes Pretty Well

(2) Describes Somewhat or a Little
(4) Describes Extremely Well

Please rate the following items according to how well they describe the
atmosphere for lesbian, gay, bisexual, and transgendered (LGBT)
employees in your workplace, using the following scale.
1. Lesbian, gay, bisexual, and transgendered (LGBT) employees are
treated with respect.
2. LGBT employees must be secretive.*
3. Coworkers are as likely to ask nice, interested questions about a samesex relationship as they are about a heterosexual relationship.
4. LGBT people consider it a comfortable place to work.
5. Non-LGBT employees are comfortable engaging in gay-friendly humor
with LGBT employees (for example, kidding them about a date).
6. The atmosphere for LGBT employees is oppressive. *
7. LGBT employees fell accepted by coworkers.
8. Coworkers make comments that seem to indicate a lack of awareness of
LGBT issues.*
9. Employees are expected to not act “too gay”.*
10. LGBT employees fear job loss because of sexual orientation.*
11. My immediate work group is supportive of LGBT coworkers.
12. LGBT employees are comfortable talking about their personal lives
with coworkers.
13. There is pressure for LGBT employees to stay closeted (to conceal
their sexual orientation or gender identity/expression).*
14. Employee LGBT identity does not seem to be an issue.
15. LGBT employees are met with thinly veiled hostility (for example,
scornful looks or icy tone of voice).*
16. The company or institution as a whole provides a supportive
environment for LGBT people.
17. LGBT employees are free to be themselves.
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18. LGBT people are less likely to be mentored.*
19. LGBT employees feel free to display pictures of a same-sex partner.
20. The atmosphere for LGBT employees is improving.
*Scored in the reverse direction.
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Appendix C
GLB-Related Policies
Responses:
(1) yes

(2) no

(3) don’t know

(4) not applicable
1

1. My workplace has a sexual orientation non-discrimination policy.
2. My workplace has openly GLBT employees and staff.
3. My workplace has employer sponsored GLBT organizations.
4. My workplace offers domestic partner benefits to same-sex couples.
5. My workplace offers bereavement and sick care leave to employees in
same-sex relationships.
6. My employer sponsors events of importance to GLBT people.
7. My workplace offers informal benefits to GLBT employees, such as
same-sex partner use of facilities.
8. My workplace does not have any formal policies regarding sexual
orientation.
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Appendix D
The Center for Epidemiologic Studies Depression Scale (CES-D)
Responses:
(1) Rarely or None of the Time (Less than 1 Day)
(2) Some or a Little of the Time (1-2 Days)
(3) Occasionally or a Moderate Amount of Time (3-4 Days)
(4) Most or All of the Time (5-7Days)
For the following questions, please answer based upon your experiences
during the past week.
1. I was bothered by things that usually don’t bother me.
2. I did not feel like eating; my appetite was poor.
3. I felt that I could not shake off the blues even with help from my family
or friends.
4. I felt that I was just as good as other people.*
5. I had trouble keeping my mind on what I was doing.
6. I felt depressed.
7. I felt that everything I did was an effort.
8. I felt hopeful about the future.*
9. I thought my life had been a failure.
10. I felt fearful.
11. My sleep was restless.
12. I was happy.*
13. I talked less than usual.
14. I felt lonely.
15. People were unfriendly.
16. I enjoyed life.*
17. I had crying spells.
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18. I felt sad.
19. I felt that people dislike me.
20. I could not get “going”.
*Scored in the reverse direction.
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Appendix E
Perceived Stress Four-Item Scale (PSS4)
Responses:
(0) never
(3) fairly often

(1) almost never
(4) very often

(2) sometimes

The questions in this scale ask you about your feelings and thoughts
0
during the last month. Please rate how often you felt or thought a
certain way in the following questions.
1. In the last month, how often have you felt that you were unable to
control the important things in your life?
2. In the last month, how often have you felt confident about our
ability to handle your personal problems?*
3. In the last month, how often have you felt that things were going
your way?*
4. In the last month, how often have you felt difficulties were piling up
so high that you could not overcome them?
*Scored in the reverse direction.

62

1

2

3

4

Appendix F
The Satisfaction with Life Scale (SWLS)
Responses:
(1) Strongly Disagree
(4) Agree

(2) Disagree
(5) Strongly Agree

(3) Neither Agree nor Disagree

Below are five statements with which you may agree are disagree.
Using the 1-5 scale, indicate your agreement with each item.
1. In most ways my life is close to my ideal.
2. The conditions of my life are excellent.
3. I am satisfied with my life.
4. So far I have gotten the important things I want in life.
5. If I could live my life over, I would change almost nothing.
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Appendix G
Revised Nungesser Homosexuality Attitudes Inventory (NHAI)
Responses:
(1) Strongly Disagree
(3) Mainly Agree

(2) Mainly Disagree
(4) Strongly Agree
1

1. When I am in a conversation with a person of the same-sex and he
touches me, it does not make me uncomfortable.*
2. Whenever I think a lot about being gay, I feel depressed.
3. I am glad to be gay.*
4. When I am sexually attracted to a man, I feel uncomfortable.
5. I am proud to be a part of the gay community.*
6. My gay identity does not make me unhappy.*
7. Whenever I think about being fay, I feel critical about myself.
8. I wish I were heterosexual.
9. I do not think I will be able to have a long-term relationship with a man.
10. I have been in counseling because I wanted to stop having same-sex
sexual feelings.
11. I have tried killing myself because I couldn’t accept my gay identity.
12. There have been times when I’ve felt so rotten about being gay that I
wanted to be dead.
13. I have tried killing myself because it seemed that my life as a gay
person was too miserable to bear.
14. I find it important that I read gay books/newspapers.*
15. It’s important for me to feel I’m a part of the L/G/B/T community.*
*Scored in the reverse direction.
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Appendix H
Job Diagnostic Survey
Responses:
(1) Disagree Strongly
(4) Neutral
(7) Agree Strongly

(2) Disagree
(5) Somewhat Agree

(3)Somewhat Disagree
(6) Agree

1
1. Generally speaking, I am very satisfied with this job.
2. I frequently think of quitting this job.*
3. I am generally satisfied with the kind of work I do on this
job.
4. Most people on this job are very satisfied with the job.
5. People on this job often think of quitting.*
*Scored in the reverse direction.
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